
ED 058 536

TITLE
INSTITUTION
S PONS AGENCY
NOTE

EDRS PRICE
DESCRIPTORS

IDENTIFIERS

ABSTRACT

DOCUMENT RESUME

AC 012 2149

Readings in Staff Development.
Southern Regional Education Board, Atlanta, Ga.

Office of Education (DHEW) Washington, D.C.

79p.

F7-$0.65 HC-$3.29
*Administrative Personnel; *Adult Basic Education;

Cooperative Planning; Educational Needs; Educational

Planning; Geographic Regions; Inservice Teacher

Education; *Staff Orientation; State Departments of

Education; *State Programs; Supervisors; *Teacher

Education; Universities; University Extension;

Workshops
Alabama; Florida; Georgia; Mississippi; South

Ca r ol i n a

This book of readings is divided.into two sections,

each describing a specific aspect of staff development. There are

three articles on planning in Section I. The quadrant arrangement

developed in Georgia is described as one method of facilitating

cooperation between an institution and the State Department of

Education to serve a particular area of the state. In contrast,

cooperative effort throughout the state is the focus of the article

on developing plans for Adult Basic Education (ABE) in Alabama. In

Florida, the unique relationship between a local school system staff

development person who works along with a university faculty member

is described as a mode for determining and then meeting training

needs. Section II describes what has evolved through coordinated

planning and training efforts in three states. The development of

adult basic education capabilities of distinctive types at three

institutions of higher education in Mississippi points out how

responsibility can be delegated to serve both subject area and

geographical needs. The growth and refinement of a delivery system

for local ABE inservice training in South Carolina underlines how

trained teachers can be part of a statewide network f or local

inservice training. The last presentation is an article on a

supervisor's workshop describing orientation and training of ABE

supervisory personnel in Tennesee. (Author/CK)
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Foreword

Over the past two years the Southeast has made significant strides in

teache.- training and general staff development for persons working in adult

basic education and adult education in general. Each of the eight states

in the Southeast (Alabama, Florida, Georgia, Kentucky, Mississippi, North

Carolina, South Carolina and Tennessee) has experimented with various sys-

tems for teacher training.

While there has been some cmparability in the various programs, certain

states have developed unique approaches to staff development. This book of

readings is an effort to describe theie individual approaches to indicate

grawth within each state. The key element or thread which runs through the

six articles is growth in relationships between cooperating faculty members,

state department of education personnel, and local ABE teachers and adminis-

trators. These growing relationships have made planning and other cooperative

activities possible in this region:-

We hope these readings will aid those in the Southeast and others inter-

ested in adult.education to understand the potential of a concerted, cooper-

ative plan for staff training. While there are still many unsolved problems

in this region related to ADE and staff preparation, the cooperation and

growth described in each article made it clear that the groundwork has been

laid for reaching solutions. "We are grateful for the time and effort of the

many busy people who prepared these articles.

Edward T. Brown, Project Director
Adult Basic Education
Southern Regional Education Board'
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Preface

This book of readings is divided into two sections, each describing

a specific aspect of staff development. The articles presented Came from

each of the original six states participating in the Southeastern Region

Adult Basic Education Staff Development Project. While there is compara-

bility between activities in the states (Alabama, Florida, Georgia, Ken-

tucky, Mississippi, North Carolina, South Carolina, and Tennessee), the

direction described in these articles indicates a unique state response to

its particular training needs.

This collection of papers is unique because each article was,jointly

prepared by a university faculty member and a state department of education

representative with particular responsibility,for staff training. This is

an indication of the cooperative links that have been established between

higher education personnel and the state dePartments of education.

Staff development is analyzed in an introductory presentation. It

attempts to determine what staff development should contain and who should

participate in it, both as givers and receivers.

There are three articles on planning in Sction I. The quadrant arrange-
A

ment developed in Georgia is described as one method of facilitating coopera-

tion between an institution and the State Department of Education to serve ar

particular area of the state. In contrast, cooperative.effort throughout

the state is the focus of the article on developing plans for ABE in Alabama.

In Florida, the unique relationship between, a local school system staff devel-

opment person who works along with a university faculty neither is described

as a mode for determining and then meeting training needs.



Section II describes what has evolved through coordinated planning and

training efforts in three states. The development of adult basic education

capabilities of distinctive types at three institutions of higher education

in Mississippi points out how responsibility can be delegated to serve both

subject area and geographical needs. The growth and refinement of a delivery

system for local ABE in-service training in South Carolina underlines how

trained teachers can be part of a statewide network for local in-service

training. In addition io describing the evolution of the system, this arti-

cle also examines its successes and shortcomings. The final presentation

describes the area where least effort in this project has been placedprep-

aration of administrative personnel. Orientation and training of AME

supervisory personnel in Tennessee is seen through the article on a super-

visor's workshop.
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Introduction

Definitions:

The Adult Basic Education
Staff Development Process

Charles E. Kozoll
Associate Project Director

Adult Basic Education

Staff development is a term like patriotism, everybody supports it,

but the definitions are often vague and incomplete, !!leacher training" is

the easiest synonym for it, but this endeavor includes more than prepara-

tion of personnel working directly with ABE students.

A definition of staff development contains answers to three basic

questions: 1) Who should be trained? 2) What material should be covered

iu training, and what process should be used to transmit this material?

3) Who should do the training? Answers to those questions are also the

content of plans'which states, or,public organizations in ABE can use to

guide training activities. This drticle will provide some of the answers

to each question and point out that staff developuent requires more than

current irregular training efforts. It is uNiant to provide the backdrop

to the specialized articlei which follow,in this book of readings.

The Need

ABE programs are staffed largely by part-tiue personnel who have little

time to prepare for class, and even less time for their awn training. The



part-time constraint means that the limited opportunities for pre- and in-

service programs must be intensive and efficiently organized.

Valuable time is wasted if a teacher or coordinator is subjected to

a repeat of basic information when he has worked with ABE students for one

or more years. A sequence of increasingly sophisticated and precise train-

ing activities should be built into plans for staff preparation.

Who Should Be Trained

In order to build in sequence, each of four groups to be trained

(teachers, local administrators, higher education faculty, and state depart-

ment of education personnel) should be analyzed. There should be coopera-

tive and complementary action among all bf these educators. The activities

and views of any one grofitt should effect all the others.

ABE classroom teachers are the basic group. They have direct cbntact

with students and are the largest numerically. The_majority have been pre-

pared to work with elementary and seCondary students and have varying commit-

ments,to teaching adults; some may need the extra income, others may be

responding to administrator requests or orders, and still others may find

it challenging and stiMulating to work witiondereducated adUlts.

Locai coordinators and supervisors are at the next level of importance.

They supervise, construct and design local programs, and theoretically select

and train teachers. As the teachers, they are also likely to be part-time

,

personnel; their regular assignments may be coaching or a secondary level

administrative position in a public school system. Because they lack con-

tinuing and direct contact with students, it is possible that their comMit-

ment and understanding of AME,and their responsibilities may be quite limited.



State department of educatian personnel have broad responsibilities

and great influence on local ABE programs. They can and do provide consul-

tative services an material selection and curriculum construction. Same

are involved in the planning and conducting of pre- and in-service training.

A third area of responsibility is appearing through state plans for pro-

fessional staff development: the "broker" or facilitator of training. This

responsibility is fulfilled by insuring a process for identifying local

training needs and determining how those needs can best be met (through a

local workshop, institute or university course) and what material and human

resources are needed. In addition to performing these varied functions,

SDE staff must have regrlar formal and informal opportunities for their awn

professional growth.

College and university professors are regarded aa the key training

resource, largely due to their greater academic knowledge of the broad field

of adult education. They especially need training in ABE, since few if any

of them have ever been ABE teachers or tocal coordinators. Their training

should equip them to keep up-to-date in such areas as learning laboratories,

the teaching of reading, or material selection. If that is impossible, they

should be equipped to act as facilitators, to be able to identify individuals

with these specialized skills. This would allow the faculty to facilitate

and organize training, and help with its continuity and evaluation., This

new role would tie professOrs.less to specific content in ABE (of which'they

may know little) and more to the overall operation of programs. The ultimate

aim however, must be technical proficiency specifically in training teachers

to use the correct classroom technique materials and instructional sequence



for individual adult students, not in supplying the broad training designed

for adult education supervisors or administrators.

Training Content

Each of the four groups mentioned require different types of training.

There is a process which each group should go through to enable each person

to continually increase his understanding of adults and techniques for work-

ing with 'adults.

While there has been some institutionalization of training for teachers,

that provided for the other three groups is more random than sequential.

There have been numerous trainiag efforts each year, but most exist as sepa;-

rate pieces not regularly tied to preceeding or following events. Because

ABE program coordinators and other leaders in public education have not been

conVinced of the value of training, "in-service" is an afterthought. When

it is provided, little thought is given to objectives for a program or'how

training should be related to necessary classroom or supervisory skills.

Planning for staff development should underline the necessary sequence

of training and determine what the general content areas should be. The

skills and knowledge which all should have can be placed within these plans.

Planning the sequence of training is essential to avoid repetition and wasting

of the limited time ABE personnel have for their own development.

Local personnel, especially teachers, should be heavily involved in

planning and operating any training system since they are the recipients

and have definite ideas about the relevance of content and style of train-

ing. Their absence from planning takes the "adult" out of this form of edu-

cation.



Each group requires different content, based on competencies required

to perform the particular job. Determining pre- and in-service training

needed by teachers is not difficult, but it does take same time and effort.

There are five general areas that should be covered:

1. understanding generally how adults learn and particularly how

disadvantaged adults learn

2. counseling of adult§ as it is related to their recruitment and

retention in ABE programs

3. specific skill areas in ABE--teaching reading, mathematics, social

science, and health skills, for example

4. review and selection ofmaterial for use in the classrooms

5. program administration and record-keeping.

Coordinators require the same basic orientation training, so that they

, will be aware of expected teacher knowledge and performance levels in the

classroom. They should have additional competencies to supervise and

strengthen staff. This specialized instruction for coordinators should con-

centrate on:

1. developing selection criteria for ABE teachers

2. observation and in-class impr VOMent techniques

3. assistance to teachers in review and selection of materials

4. determining in-service training needs of teachers.

The training foi state department of education personnel.shouldencom-

pass elements included for the teachers and,supervisors. Administration

has been and remains the primary responsibility of SDE personnel, and there

has been a tendency among them to make nallimal program suggestions. Increased

opportunities to attend local, regional ann'national training.eventshave.

5
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strengthened their program knowledge. These developing strengths should

be supplemented by regular staff seminars with outside consultant assistance,

if possible. In addition to examining aspects of teaching adults and super-

vising teachers of adults, SDE training should emphasize:

1. criteria for selection and training of coordinators

2. orientation programs for local school superintendents

3. the type of statewide training which should be encouraged

4. selection of ABE personnel to act as trainers to run local in-

service programs

5. the development of consultative skills to better work with local

coordinators. Specialized training for staff which wo4ld enable

them to perform unique functions should also be considered.

Special emphasis is placed on the impOrtance of training for SDE per7

ionnel, because this is often neglected. It is assumed that when an indi-

vidual takes on a statewide position much of his professiohal training has

been completed. On the contrary, it would be useful for SDE staff to examine

their collective assets as related to ABE personnel and move from there *to'_:,c

definitions cifareas to be strengthened. The SDE 'staff then should organize.,

professional development experiences-to deal with these inadequacies.

Training for faculty cannot be considered in the same frame of_reference

as for these other three groups. There are two reasons for this. First,

it is assumed (perhaps erroneously) that with strong gtaduate preparation

behind them these professors will not require the direct basic training

described for the other three groups. On the contrary to be useful among

ABE personnel, faculty may need to be retrained to assume a new role and

be given some basic orientation in the complex areas of ABE.. Second, there



is an assumption that through professional training and regular meetings

with academic peers, faculty derive a major part of their in-service train-

ing.

For the faculty members connected with ABE programs certain additional

experiences are essential. Most important of these is regular visits to

ABE classes and discussions with teachers and students. These visits will

keep faculty attuned to the interaction between teacher and students, which

is the basis of success in an adult classroom, enable them to spot teacher

weaknesses, and provide teachers with an opportunity to indicate what -train-

ing they need.

A. se.co:td requirement is regular work with program coordinatora and SDE

persOnnel to examine their training needs, and discuss staff Performance

-

problema. Both of these experiences should provide data that will keep the
,

courses and other training efforts relevant to, ABE teachers, coordimators
, --

and SDE staff needs. This field exposure will also help, faculty 'determine

whether they can assume. teaching role or become a 'broker or facilitator

lOr other resource personnel.

Who Should Conduct TraimLng

The most economic rule of thumb in staff development is that a 1 ABE

personnel at one tine or another are capable trainers. It has been expedi-

tious to place the load on college and univereofty faculty. Their traditional

responsibilities, university -facilities and the mechanisms, for giving credit

made this easy. While contributions ,from this group have been significant,

this dependence has limited the use of other groups mentioned in this article

and wasted valuable resources.



SDE staff should act- as advisors to graduate level courses, and be

called upon to discuss how ABE operates in the state and expectations for

ABE student performance. They also should speak at local in-service activi-

ties to share their insights on particular program successes and weaknesses,

and, perhaps on specific subject areas. Through their work with many

programs and individuals, SDE personnel can form an excellent_information

transmittal network, which has not been effectively utilized.

Greater training roles also should be assigned to local coordinators

and teachers. The coordinators should have major responsibility iforthe

design and implementation of local in-service training through activities

such as staff conferences, orientation of _new personnel and regular class

1
visitation.

There are other roles which coordinators and teachers can perform:

as resource persons to uniVersity courses, and as staff for local and state-

wide in-service proprams. In the first instance, college faculty should

ideniify and call upon those whose efforts are exemplary in- SOW respect.

Efforts should be made to determine why and ha/ cirtain teachers and coor-

dinators succeed so others might attempt some imitation. Secondly, local

personnel increasingly should assume reliponsibility for their own in-service

training.

When local personnel are prepared and Willing to runitheir .own programs,

training can become less costly and regularly available. In that- regard,

local responsibility for conducting training should be wiitten into job

descriptions.

Time allotted fOr training-Can 'vary- from a short two-hour session to,

hallfz.-day and ful.l.klay activities. Schedules,can, be arranged' for local staff

convenience and more importantly, _the_tOpics can be set to meet their needs.

.



There are two secondary betefits from increased local capability for

staff training. First, the dependence on higher educational faculty skill

is relieved, enabling faculty to become conSultants for specialized assis-

tance, when qualified. And second, it will be a boost to the local person's

confidence when he realizes the depth of his skill and ability to provide

information which was .previously the province of college. and university

personnel.

Conclusion

These answers to the basic questions raised place a great stiess on

processes for continued training of staff once certain base competence levels

have been reached. Plans for staff development which incorporate these or

other answ er s to the questions: "Who shOuld be trained?" "What is the content

of training?" and "Who should do 'the training?", guide rather than restrict

the Scope of state and local effortS. Other activities:such as orientation,

on-thejob supervision., periodic staff conferences, and information exchange

are mechanisms to expand training through formal and informal activities.

The quality of ABE classroom instruction in the Southeast has improved

because more part-time staff have'had some training beftire and during their

work with adults. Successive ,improvement in the quaTity of teaching will-

be unlikely if the same .pattern of uncoordinated and random training continues.

ABE perspnnel who have been active as tiainees and trainers should collaborate

to determine what .has been dOne and what could be .done to plan continued

staff iMpovement.

The funds for full staff t!aining will not

there should be' an outline which indicates: cCaspetencies -each group thoUld



possess; how those competencies can be gained; what training resources

exist; and what should be available, Accepted and institutionalized. The

absence of a rationale and details weakens the caue for additional finds

for staff training in this area of education. The absence of accepted

plans also restrains the development of needed Professionalism in this

area of adult education.

Plans for staff development can build the case for training, provide

*
the necessary:detail- mid serve as the lever toAforce regularity in this

area. Cooperative wcmking relations among all participants-can put the

readily availablipieces tbgether into plans.that make sense for all and

fulfill the desire for improved instruction-and supervision in ABE.
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Georgia's Quadrant Arrangement: Facilitating

Staff Development Planning In The Southeast Georgia Quadrant

M. Brent Halverson
Assistant Professor, Adult Education

Georgia Southern College

Tommie C. Fuller
Adult EdUcation Consultant

Georgia State Department of Education

Historical Background

Adult Education/Adult Basic Education in all counties of Georgia was

authorized in 1964 when Title II-B of the Economic Opportunity Act provided

funds for a statewide program of adult basic education through the Itate

Department of Education. The passage of the Adult Education Act of 1966

greatly enhanced this effort. In 1969, through Sections 309b and 309c of

the Adult Education Act, state directors of adult education in six Smith-

eastern states acquired funds for a staff development project. The project,

operated by the Southern Regional Education Board, permitted Staff develop-

ment activities to increase- from a few top officials in each state to large

ivnnbers of local system personrel. Jos

As the SFEB project materialized, Georgia added persons in the State

Department of Education, Adult Education Unit. Funds for .further higher

education institutional development in the area of AB/ABE training comPeten-

cies also became a real_ity. Consequently, Georgia was divided into Viadrants

with one department staff member assigned to Oversee each, thus decentralizing

state administration of AE/ABE. One college or tmi4ersity in each quadrant

was enliste do serve staff development efforts in that quadran

18
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Ibis article addresses the activities and interactions within one of

those quadrants, namely, the Southeast Georgia Quadrant in which Georgia

Southern College in Statesboro was enlisted. That anyone fully anticipated

the potential value of this cooperative arrangement is doubtful.

The Southeast Geot ia Setting

In 1964, most of the SoutheaSt Georgia coup. Les began AE/ABE programs,

and now that all of Georgia's counties are in compliance with the Civil

Rights Act by court order, the expansion of AE/ABE programs is proceeding.

This growth has created a sizable demand for persons capable to teach,

supervise, and develop educational programs reaching the particular needs

of the AE/ABE learner.

,Students wanting to prepare for the G.E.D. test or for regular high

school completion depend heavily on, AR/ABE professionals. The TV high school

*

series air'er the State educational television network is often used by the

public schoolo,ai a base for directed studies programs foradults. AE/ABE.

learning labs utilizing individualized-and/or programmed teaching methods

,and materials are becoMing mOre prevalent. Teachers in these programs" require

assistance.

The organizational pattern adopted for AE programs" varies with the

area and its clientele. In southeast Georgia, a large school syStem.cUrrently

employs nearly 30 persons to operate its AE/ABE progronand has an adult'

high school for area-residents:---in-sharp-contrast-ara-the-many school systems .

enploying one, two, or naybe three persons to conduct, sinilar.classee for

but a handful of. aciplts. In'enother organizational4atterni:tinilticounty
,

.
..., --:--

AE/A,BE district Vas created in-thelate tintiei withHalUll-tAle-adlinistratOr

.1



servicing all school systems in the district. Such programs as these call

for the use of adult education methods, techniques, and devices by direct

effOrt or through referral to other existing AE/ABE programs. 7

In 1969, a quadrant advisory council wss established and assisted in

program planning and staff development. Membership included school sIstem

administrators, teachers, state department staff, and higher education staff.

Council members became partners as they guided the development of quadrant

activities through their insights-and conduct of local-AWABE programs.

Georgia Staff Development Process Modell

The model in Figure 1 is used to clarify the staff developuent process

in Georgia. The broken lines outline the bOundaries of.the state. Within

the state, the leadership and resources. for .AE/ABE staff development coues

either from the State Department of EduCition, from public school systems

from the colleges and universitiesOor from related AE/ABE agencies. (See

also Ilgure 2.) Each of these organizations includes an AE/ABE element repre-

sented by the shaded portion of e'ach agency syMbol. For maximizing development

of the cOmpeten4ies for Viable AE/ABE:programs these organiiations and'their

AE/ABE components engage the dialogue and activities-Which continuously renew

commitments -1.dentify_retources,and develop the leadership for ongoing AE/ABE
. ,

programs. The.dialogue and activitieS are eipressed as two.dimensional arrows

in the modeltwo direCtional to_emphasize.the,need for exchange of rOles

and feedback. The inteeaction of these agencies becomes'the locus ofinost

staff development activities in the state (the ow) . The remaintailmodel\

element, the two directional arra& extending outside the circle, identifiei

the communication activities of Georgia organisations withiregional and

national resources.



Regional and
National Resources

Ide

Figure ,-4E/ABE Staff Development Process Model
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I I 1
S. E. GEORGIA CONSULTANT.

Figure 2 -- Organizational Structures in Georgia AB/ABE
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This model can be viewed as a sapiential authority model. As deicribed

by Robert Theobald, "This is authority based on knowledge and which emerges

through true conmanlication."2 Asstnning the staff development objective is

to maximize the effectiveness of each staff development activity conducted,

the most competent human resources and heuristic facilities for the stated

objective were selected and engaged in the' process. This model emphasized

communication and cooperation between organizations in order to identify

and utilize the best resources for each given task.

he "Plati" Concept

A lot of staff training activity has been generated over a short period

of time. Prodded by the SREB project activities, a systematic 'and antici-

pated series of staff development programs has gradually evolved. In other

words, each unit, i.e. quadrant or similar division, state, and the SOB

project region, has originated a "plan". As is the case in other units,

the Southeast Georgia Quadrant plan draws together what has happened and

makes visible the process of cooperative effort and efficient use of resources

so necessarpeo continuous effective AE/ABE staff training. The addition

of planning it is anticipated, will continue to bolster the level of pro-

fessional competence and commitment in adult education which has grown in

tip state during the past five years.

Rationale
3

A "plan" may describe progress in 'developing training and guide future

activities. In other warde, a plan helps trainers and trainees to know what

has been accomplished, what meChanisina eixist to maintain those accomplishments,

and what directions should be taken.
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The Southeast Georgia Quadrant plan for AE/ABE professional staff

development serves at least the following purposes:

1. training resources are identified

2. training activities are related to professional role behaviors

3. and the various staff development activities are viewed as

interrelated phenomena.

Because most AE/ABE personnel are part-timers, little time or energy is

available for professional growth experiences. This necessitates planning

and conducting efficient and focused training sessions--focuited especially

on present needs however defined.

Ob ectives

The training programs in southeast Georgia stem from objectives which

relate to the SREB project aims. Specifically included, in the quadrant.

objectives are the following:

1. to establish close acquaintances with identified AE/ABE professionals

2. to mutually diagnose those professionals' needs

3. to build, conduct, and evaluate training sessions .

to apply and evaluate-AE/ABE professional personnel recruitment

strategies

5. to promote the uSe of available consultants in AE/ABE training

6. to sell credit studies in AE/ALBE

7., to construct, conduct, and critiqUe credit and non-credit training:

±

content and method

8. to locate accessible and appeailing sites for staff development

sessions
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9. to establish, operate, and evaluate sPecial training projects

in AE/ABE.

Related Components Of Staff Development Process4

The described quadrant objectives framework is, as previously indicated,

related to the SREB project aims, i.e.,,higher education and continuous

consultant capabilities, state department and local in-service staff develop-

ment programs, and regional institute and technical 4rvices programs.

Picturing a concgptual scheme for viewing the components of the staff develop-

ment process in meaningful relationship is possible. The flow chart

presents suggested relationships to be fostered for maximizing the

returns of the agencies, personnel and the staff development activities

themselves. (See pages- 22 and 23.)

The flow chart identifies -behaviors to be internalized or improved and

the persons for which those behaviors are most appropriate. In addition,

the level at which responsibility for training reasonably lies is identified.

Here, the classifications are quite general (state department, college, or

local). Finally, for each specific behavior, the typical kind of training

is suggested. Again, the categories- are inclusive rather than exclusive

types (P - practicum, V - visitations, W - workshops, credit courses,

aL - all types).

The flow chart is a representative sample of the major behaviors -to

be internalized and the means for conducting traiair4r activities. The list,

which is not exhaustive, designates those with primary, responiibility for

behaviora and training Primary is interpreted as 'initiating-type resPtii-

sibility. Secondary responsibilities, however, :would involve °that listed

20
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persOnnel; The' sCheme -serVea at.i'guide t6-,the -aelettion of staff develO0-.
3,11.

.
ment training aCiii:rities.to meet 'e..ffiCiettpty-',:-and'iffectiveli the needs of

.

southeast Georgie-S addlt. erducatbis; ,.I- , '''.... . .. . J ' -....,...

/

Products And Potentials For Transfer: What? Where?

The Georgia Quadrant Pian could probably serve as a 'model for organiz-

ing AE/ABE" programs in any state. ObviouslY, it would not be accepted and

applied without adaptations which take into account variations in setting,

system structure, and communication/decision patterns. The purpose i

simply that of improving the ongoing programs of adult education over the

state through a threefold program of in-service education. This program

designed to.develop competence to teach credit courses in AZ/ABE in the

fOur institutions Of highei learning; if> Work with .local school districts

.in a continuing program of__ in-service education for the AE/ABE program, and

to build better cooperation between governient agencies in providing services
. .

to the adult learner. A valuable 14-product is developing college programs

on a quadrant basis tO. provide continuing consultative help as:Well as train-

ing programs for th -adult education .Programs

Perhaps some sta f .cotments.and illustrations would be
. in order. Many

. , . .

of the Coordinators and teachers in southeast Georgia. have\ expressed their

pleasure in this type of o ganization. The consents . range from "./ .get a

.
. , .

chance to see :somebody from he state office tote Often",to ' ;..lervice
. .

0,

and credit couraes have been helpful in strengthening local programs."

Apparently, the Cooperative relat onship that exists between the State Depart-

'Y

ment of Education and Georgia South rn College is very beneficial in developing-

the kinds of .AE/ABZ" programs that are needed throughout the, quatfrant.

'2
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ideas and, information exchanged by the college and state department are'

considered ,very carefully by both parties before specific ation is taken:

Similarly, the college serves as a place of training for the state consul-

-1

tant in many waYs, such as providing information on what,has been done in

other places on certain matters or what procedurefr seem to fit certain

situations. Consequently, the consultant is given guidance in planning

strategies for adult programming in the quadrant.

_The state consultant is directly reoponsible for the Ai/ABE program

in the quadrant. He helps develop new programs, ,accepts.and overiees budget

administration, accepts new local personnel recommendations, and receives

reports of local activities. With-these responsibilities in mind, visits

are made to all of the school systems in the quadrant to assess needs and

wants from local AE/ABE coordinators, teachers; and adults. This informa-

tion is shared with the college personnel and makes it possible to develop

training courses or activities relevant to the needs and'wants of the people.

The state consultant, therefore, represents an infOrmation channel between

the °local adult personnel and learners and the college.

Several specific products and potential ontcomes of the quadrant inter-

actions have been evidenced. Although reference to them has been made, some

of the more prominent products are enumerated ae follats:-
1. An increase in'AE/ABE entollment has oCcurred.

2. A oradrant plan for staff deielOPment is being develOped and revised.

3. Adult education teacher certification standard. have _been approved

for Georgia.

A. master's degree in adult education at Georgia Soithern College

has recetved approval from thS:Georgia Board" of Regents.



5. A monthly AE/ABE newsletter is distributed in the quadrant through

Georgia Southern College.

6. The First District Shared Services Program added an AE/ABE specialist

to its consultant staff tO work with school systems in the First

Congressional District.

7. AE/ABE advisory committee membera have represented the, quadrant

in state and regional staff development and professional associa-

tion activities.

Similarly, many potential outcomes are becoming visible, such as:

Selected public school systems may cooperate in intensive field

laboratory experiences and projects which estahlish stronger pro-

grams and test staff development activities.

Sumer workshops in ABE on specialized topics are scheduled in the

state for 1971. For example Georgia Southern College and Albany

State College (from another quadrant) will co-host a learning center

operators' workshop. This thrust could be continued in future.years.

3. A demonstration learning center may be developed at Georgia Southern.

It could serve as a statewide trfining resources center.

These lists of products and potential outcomes could be extended. However,

they do point out benefiti of the.quadrant plan concept.

. By way Of'..overView the,staff developMent, process for AE/ABE in Georgie"-
-

can be described 'according. to .organizational structures and...the velattonehips

between these structures., The .piimary -organizational Structures are the

gtate Department of Education, pUblic school arnems-,----colteges, and tiniver-
. .

sities and related AE/ABE agencies. A lo t. of' activity in-adult *programs
,



has been generated over a short period of time. The Southeast Georgia Qua-

drant Plan draws togethdr what has happened and underlines the process of

-
cooperative-effort and efficient use of resOurces so necessary to continuous

and effective professional staff training and development. The addition

of ,a plan and planning will continue to enhance the level of professionalism

in adult education which has grown.in Georgia during the past five years.



NOTES

1Brent Halverson.and Hilton Bonniwell,.ed., "SOutheast Georgia
Quadrant AE/ABE Staff Development Plan, 7/1/71-6/30/72" (unpublished

planning document, Georgia Southern College,.1971), pp. 13-15.

2Robert Theobald, An Alternative PUture for America II (2nd ed.,

Chicago, The Swallow Press, Inc., 1970), P. 76.

3"Adult Education Staff Deirelopment Plan for the State of Georgia"
f(UnpublIshed document; Adult Education Unit, Georgia State Department of

EduCation, 1971), pp. 3-4.

4Halyerson and Bonniwell, eds., "Southeast Georgia P1 pp..17-19,

and "Adult Educatioh Plan for Georgia," pp. 5-6.
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Introduction

The-development Of any program on a statewide basis is a cOmplex net,

work of plans;,. stages, steps and actionsall interreated,and vit4 1.to the

succesti of the program. The deVelopment of the Alabama adult basic educa

.tion (ABE) program was no exception. During the past five years, the program

has progressed through at least two distinct stages and is presently in the

midst of the third stage. Each stage is more complex than the preceding
4

stage, with interactions of staff and "grassroots" personnel more numerdus

.and important. This article will attempt to trace the development of the

ABE program in Alabama, spotlighting the events leading to the*Cooperative

efforts and total involvement of the'ABE 'Personnel state ABE personnel and

university personnel in planning ABE programs.

Cr

The genesis of adult basic edUcation in Alabama is unclear. Until the

middle of the last decade, however, adult basie eduCation in Alabami was



confined prhmarily to volunteer classes conducted by mumblers of the Federa-

tion ofsWomen's Clubs of Alabama. Even though the classes were few.and

the volunteer teachers unpaid, these gallant ladies were gaining valuable

knowledge of the adult learners and insight into the needs of the illiterate

and the Undereducated adults in Alabama. This information would prove even

umke valuable in establishing the present adult basic education program in

Alabama.

"Funding of Adult Basic Education, especially by the federal government,

has led to the involvement of many state departments and local school systems

which previously lacked staff resources in Adult Education."

Dr. Paul Sheets' comments aptly sunmarized the involvement of the

Alabama State Departuent of Education in adult basic education. When federal

funds were appropriated for ABE in Alabsna, Dr. Austin Meadows, then State

Superintendent of Edumation, and Mk. Norman 0. Parker, Also of the state

department, met with the Executive Comndttee of the Federation of Women's

Clubs to gather information on the types of classes being conducted, target

population and needs of the learners. The information provided by the federa-

tion through the planning sessions led to the development of the Alabama

State Plan for Adult Basic Education. Robert Luke has said, "While each

program agency may inter-depend with others in the total structure of adult

education, each has iv; own history, its own clientele, its own administra-

tive pattern, and--to some extent--its own professional society."2 This

new ABE program expanded from the cradle of the federation and united with

federal funds to reach many adult learners.

The state was quick to respond. Professor Herman T. Pruett of Auburn

University, in cooperation with the State Department of Education, initiated

30
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adult education_training for teachers An Choctaw_County, Alabama, while

training of state department personnel and Other key ABE personnel was con-

ducted at regional training institutes by universities utilizing U.S. Office

of Education (UNE) funds.

Developmental Stage

Using the state plan to govern the operation, the State Department of

Education began looking to superintendents, supervisors and teachers for

ideas on initiating ABE programs in the state. The concept of cooperative

planning was prevalent even in the program's infancy. This concept bears

out one espoused by Malcolm Knowles:

"There seems to be a law (or, at least, a tendency)
of human nature that goes like this: Every individual
tends to feel committed to a decision (or an activity)
to the extent that he has participated ta making it
(or planning it)."3

In order to have people committed to the program it was necessary to

involve them in the planning. During this time it must be remembered that

very few indeed, if any, teachers in Alabama had formal training or college

course work in adult basic education. A whole new field was developing and

it was necessary to make as strong a foundation as possible.

The purposes of the planning sessions involving the superintendents,

supervisors, teachers and state department personnel were to:

1. Survey the situation that was to be changed or improved;

2. Translate the educational needs of the target population into

educational objectives;

3. Plan for learning experiences and their implementation to achieve

the desired objectives;
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4. Plan for the evaluation for the accomplishments-of the-pro-

gram.

Because of the lack of experience of the personnel who would be

administering the programs and those who would be teaching in them, it

was necessary to plan and conduct workshops throughout the state in an

effort to assist local school systems in initiating an adult basic educa-

tion program. Representatives from publishing and equipment companies

assisted in the initial efforts to acquaint the systems with adult educa-

tion materials and hardware. During this time, some personnel attended

teacher training institutes and gathered many ideas ai4d materials in

working with disadvantaged adults. Later these teacher's, local Supervisors

and state personnel made plans for pre-service"and in-service workshops for

those systems that wotildStegin ABE programs in Alabama. The pre-service

workshop dealt with general information about adult learners. The general

information was also carried over into the in-service workshops.

Even though the initial workshops were well received and seemed to

generate enthusiasm for the program, the efforts were not enough. Teachers

needed to know mol-e theory, more methods and techniques for teaching adults.

It was about this time (1969) through funding from the State Department

of Education (SDE) and the Southern Regional Education Board (SREB) that

Auburn and Alabama State University began offering formal courses and insti-

tutes for training adult basic education teachers. During the first year

of formal adult education courses, the universities tried to reach as many

different ABE teachers as possible with two-week institutes and formal courses.

The success of these initial efforts was 'gratifying but there were many ABE

teachers who did not participate in these educational experiences.
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The SDE,An the meantime, had been utilizing_the expertise of those

teachers and supervisors who had taken formal adult education coUrses. A

group of 14 ABE.teachers and supervisors, the State Department of Education

ABE staff and an SDE reading consultant net and worked vigorously to develop

a curriculun guide to be used by the ABE teachers and supervisors statewide.

The state planning group,+'with a slight change in composition, was utilized

tO establish and implement the plans for the Southern Regional Education

Board project in Alabama. With,the'implementation of the SEEB project, a

r-

small amount of the developmental stage of Alabama's planning remained and

vms,extended into the expansion stage.

4

Expansion Stage

By the time the program in Alabama reached this point, it was quite

obvious that the most effective programs in ABE are those developed through

the cooperative planning of local, state and university.personnel. Total

invol4ement of personnel from the "grassroots" level through the top echelon

of the SDE is the key to successful pianning.

There are many factOrs which contribute to conditions conducive to

cooperative planning efforts. One such factor, and a major strength in

planning, is the common learning experiences of the personnel involved.

Halpin states that similar learning experiences.are related to similar per-

ceptions which in turn are related to similar actions.4 In program planning,

theoretical concepts are-often based on the perceptions of experts; conse-

quently, the primary concern in the cooperative efforts of planning in

Alabama has been the fact that by similar learning emperiesces, the planners

are able to look at the problems to a griater depth than others without

simdlar learning experiences.

33

,37

!rT7



----There-- are numeroUs----agencies---t-hat- have ':provided opportunities-for

comon learning experiences. One such agency is SREB. It has providid

numerous workshops,- seminars and funds for sumer institutes that have

provided common learning experiences for personnel at all levels. Two

outstanding seminars were held in 1970 at, Daytona Beach, Florida, and New

Orleans, Louisiana. These seminars were designed to provide in-service

training and planning experiences to foster the professional growth of

state departments of education, university and loCal AE/ABE staff members.5

One of the more recent SREB workshops, conducted in February 1971,- vas

concerned with the planning of in-service workshops. During the three days

of the workshops, the participants, using adult education techniques, were

actively engaged in all phases of a workshop and they extracted generaliza-

tions which were used in their ovni,situations. The technique of involvement

of the learner was much more effective than if Dr. Knowles had outlined,

through a lecture, the various steps of "how to set up a workshop".6

Sumner institutes sponsored by SREB and the Alabama State Department

of Education have provided not only formal course work but interaction and

the sharing of ideas of p6rticipants, many of whom have, since their first

adult education experiences, gone into leadership positions in local pro-

grams.

Formal adult education courses offered in state universities have reached

hundreds of teachers, supervisors, directors and state department personnel

as well as junior college personnel and university undergraduates and graduate

students. These "core" courses in adult education have prodded the parti-

cipants.with a common base from which to work in planning efforts. There
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have been more than 956 enrollees in adult education courses at state in-

stitutions during the past two years..

The participation. by ABE personnel has been equally phenomenal in state

workshops and summer institutes. In ten spring workshops held during a

two-year period, more than 1,0100 participants have shared experiences.

Many of the participants in the first year of workshops alio participated

in the second workshops held this year. The major point is to show that

an increasing number of the ABE teachers and supervisors are participating

in the workshops.

A second major factor which contributes to conditions conducive to

cooperatilie planning is recognition and utilization of the expertise found

in ABE personnel at all levels,

A planning Committee composed of the SDE ABE staff, university adult

educators, graduate assistants, ABE. teachers and supervisors frost all geo-
.

graphic areas of the state, has been established to plan and revise plans
0_,

for the state's adult basic education program. This committee has'been

functioning for two years and_is continuing its duties throughout the rest

of this year. It has worked at revising the state plan for 1972 With further

refinements made at the SREB workshop in May, 1971.

In planning for the spring workshops, university personnel utilized

the expertise of area ABE supervisors, local supervisors local tetchers

and state deparbmant personnel. Underlying this sore cooperative effort

was the involvement of the personnel the spring worksliope affected. All

ABE teachers and supervisors in the state were contacted and asked to respond

to a questionnaire relating local needs mut problem areas that needed immedi-

ate attention and-areas that needed attention for the 1971-72 year. An

A
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a

11110 67 percent returned the questionnaires' with extremely useful infor-

mation for planning the-workshops. After the results of the questionnaires

were tabulated, planning sessions invkving key teachers, supervisors, SDE

personnel ,and university personnel were held. ,The workshops were designed

0

to meet the needs expressed by all 'personnel in four geographic areas of

the state. More 'than 75 percent of the ABE teachers and suPervisors in the

state participated in the workshops. This high plircentage of participation
ci

indicate's the willingness of teachers to participate in ectivities in which

they have had a part in planning..

As the ABE. program expands in Alabama, more plans are necessary for

'execution and evaluation. The plans must have flexibility which allows them

to be adapted to local situations. The State Department of Education is

operating on the assumption that good planning depends on three factors--

n=01y: personnel for (1) planning, (2) execution and (3) evaluation.

These factors involve personnel. With more personnel with similar learning

experiences, then similar perceptions of problems should lead to a better

and more comprehensive ABE progress in Alabama.
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NOTES

'Paul H. Shetts, "Introduction," in Smith, Aker and Kidd, eds.,
Handbook of Adult Education (New York, MacMillan Company, 1970),

.p. xxviii.

2Robert A. Luke, "The 'Development of Public
in N. C.' Shaw, ed.., Administration of Continuing
NAPCAE, 1969), p. 13.

§t

Support for Adult Education,"
Education, (Washington, D.C.,

3Malcolm S. Knowles, Modern Practice of Adult EdUcation. Andragogy
versus Pedagogy, (New York7Associated Press, 1970), p. 42.

4Administrative Behavior in Education, Ronald R. Campbell and Russell T.
Gregg, eds., , (New York, Harper and Brothers, 1957), pp. 178-84.

5Southern Regional Education Board, Joint Conference Report, (February,
1970), Seminar Report, (May, 1970).

6Southern Regional Education Board, The Planning of In-Service Work-
shops, (February, 1971).
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Florida's State Plan for staff development under the Regional Staff

Development Project. provided for a near ideal working,relationship between

the university and a county's adult education program. The unique feature

that did much for the cause and effect was the provision for a full-time

staff position at the local level to develop an in-service teacher training

program in conjunction with a university. The Department of Education,
I

the uniVersity, and local prOgram adult education administrators and teachers

had long known of the so-called communications gap between their three

respective agencies relative to staff development in general and teacher

training in particular. Indeed the project was conceived to help fill this

void. The new position, a kind of liaison planner, would allow a person

to devote full time to planning. and coordinating teacher training between °

the county and university.

Mounting interest and enthusiasm and expanding in-service training in

the .period of a little more than a 'year since this position vas filled.would

appear to indicate it has 'in some measure provided the missing link needed

tO BUCCOssfully bridge .the gap between university and county. In any event,
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this seems to be the case in Tampa where the proje t .is considered to have

made a significant impact. Hillsborough was.one o two counties ielected

--for this more or less e*perimental approach because.0 the size, and diversity

of its adtilt education program, because of the cooperative attitude cdf the

administration, and because the University_OfEouth Florida, with a ropre-
i,

sentative of the project on the faculty,'Is'located'there.

The4pirit Of cooperation was manifested early when the direCtor of. .

adult education included the University of South Florida faculty represen-

tative on the screening,comalttee to evaluate applicants for the position

\

of adult education staff developnent coordinator. The person selected was

completing his master's degree in adult education at the University of.South

Florida, and had already begun to establish rapport.with membera'of the

faculty.

Shortly after his.appointment, four learning specialists joined the

county adult education staff. Their job emphasierwas to assist teachers

4

in the areas of English, social studies, math, and science. -With more than

80 Adult Education centers in the county,-it loon became evident to the staff

that coordination of their teacher assistance and training efforts was a

"natural" within the umbrella of 'staff development. The new cOordinator

aasumed this responsibility along with the development of the overall plan

for adult education staff development in the county.

Thrmagh hasty but frequent exploratory brainstorMing sessions between

the director of adult education, the staff development 'coordinator, and the
4

University faculty representative, a revised and expanded job description

for the staff development coordinator evolved. In addition, and closely'
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related to the job description, tentative guidelines were established t

initiate a short- and long-range.staff development plan for the county.

One such guideline was the decision to involve as many key people as possible.

An ad hoc committee made up of the director, two supervisors, two coordi-

.nators, four teachers (learning specialists),,the.Nmiversity.4.epreseiltative;

and staff deVelopment coordinator was established to assist in the formula-

tion of a plan. The coordinator usually called.and chaired the informal

meetings which provided much input for his planning process. Members of'
A-

the committee also met separately on oCcasionS toWrOtk1 out ln-service prob-

lems--such as scheduling, credit or.non-credit offerings but reassembled
.

for Coordination at least-once a week for the first two months of initial

planning. The staff development coOrdinator and university representative'

have met on an average of once a week since the inception of the program.

The plan that evolved was many faceted hut sufficiently flexible:to

accommodate the demands of a changing,.dynamic county adult education program.

It involved virtually eVery teacher and administrator in the county to some

degree and in some manner. While much is still umw#tten it essentielly

delineates.the procedures (how will it be done) and responsibilities (who

will do it) of what will be done.;

During the spring of the first year of the project (1970) a survey of

the 316 adult teachers in-service training needs was Made by the director

of adult education to determine what will be done. While this process'was

not new, the adulreducation administration had. been For some time heavily

oriented to teacher training, it was the first time the survey was tade.when

sufficient capability was available from the neakby university.
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The result-was-the -planning-for -and-eventua1- implementation of A six.

week credit workshop Lathe summer on curriculum and materiale development

in adult general education (includes adult basic education) involving 59

teachers. The follaaing summer,(1971) the program was expanded to include

three different credit courses (two outside the adult education department)

involving 100 teachers. The director of adult education, the coordinator,

of staff development and the university representative collaborated to

obtain the services of a reading specialist and two'curlriculum specialists

1"- from the university.

Credit courses have been conducted off-oampus at one ofthe adult edu-

cation centers in the county each quarter for the past* two years. A schedule

of courses has-already been approved for the coming year. The enrollment.

average is between 25-30 persons--mostly teachers in the HillsborOugh County

system.

The non-credit individual and small group teacher-training sessions

conducted throughout the county by the learning specialists, staff develop-.

uent coordinator, university representative and other county and-stite adult

education administrators and supervisors are too numeious for an exact count,

but the coordinator has on record same 435 such conticts and sesSions for

ihe past fiscal year.- The sessions involve a variety of mixinuof the above

personnel to accommodate ihe many, specific needs. From the above, it can'

be seen that the.coordinator.has a tremendous job of_logistica_and strateb

in order to keep the communications lines oiiesi and-'maintain a semblance of

order.

4 2
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The county, under the leadership of.its present director, has always

had one of the strongest in-service teacher-administrator training orienta-

tions in the state. Much of the cooperation experienced was a foregone

conclusion. The director is in the process of completing his doctorate.

Seven of his administrators and an undetermined number of his teachers have

just completed their master's degrees in adult education within the past

year at the University of South Florida. Virtually all of his teachers who

have been in adult education for at least a year have had a course in adult

education. Dozens are working on their masteeft in adult education. The

attrition rate of hiL teachers is probably the lowest in the state. The

director and university representative have been professional colleagues

in adult education for 20 years, working closely in a county-state relation-

ship for 14 years, and (,unty-university relationship for the past two years.

These facts are not meant to deny the impetus provided by the regional project

or the efforts of anyone involved, they are merely to indicate that a desir-

able climate already existed and that considerable time and effort normally

expended in establishing such rapport could be directed to advantage elsewhere.

The local capability of Hillshorough County as a result of the project
1

impetus, including the superb county-university relationship, has reached 1

1

the point where a minimum of contact, especially in terms of planning, is 1

1

1

necessary between the county staff development coordinator and university

representative. While credit courses and non-credit workshops and short

in-service conlerences still should be in the offing, it is doubtful that

the time-cmisuming, continuing consultant function would be most expeditiously

used in this county. It is too vitally needed in counties in the process

of initiating and developing in-service training programs.

4 3
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It is apparent from this experience that a full-time staff development

coordinator is a real asset in assistingwith the upgrading of staff at the

local level. This is particularly true in identifying specific needs of

teachers and interpreting these needi to the university and others who may

be called upon to help. The local staff development coordinator could

indeed be the key to realistic and satisfying staff development in adult

basic education.
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SECTION TWO:

THE RESULTS OF PLANNING
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The Development Of Adult Basic Education
Capability In Institutions Of Higher

Education In Mississippi

Bonnie Hensley
Media Specialist

Mississippi State Department of Education

Don Seaman
Assistant Professor, Adult Educaticn

Mississippi State University

Adult basic education capabilities at institutions of higher education

in Mississippi have evolved primarily within three institutions--Jackson

State College, Mississippi State University, and the University of Southern

Mississippi. The unique aspect of this development has been the combination

of (1) areas of specialization within each institution and (2) the geographic

location of the institutions involved. In order to describe this develop-

ment more filly, the programs of the three inatitutions have been presented

separately.

Jackson State College

Jackson State College, located near the center of the state geograOically,

is able to conveniently serve teachers located there. The adult basic educa-

tion responsibility has had as its major emphasis the training of new and

inexperienced teachers. Plans centered around giving teachers insight in

the adult basic education classroom so that they might better deal with adult

students.

Graduate Studies Program - A program exists whereby students may gain

a master of science in administration and supervision with emphasis in adult
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education. With two prospective professors in adult education, the consent

of the graduate council for establishing a department of admit education

Or
is being sought at this time.

A general adult education class, Community Organization, is being

offered on the undergraduate level with the idea that it will introduce

adult education as a possible field of study to the undergraduate student.

Courses are offered on a regular basis'that relate adult education to

content area subjects. Students enroll in these classes as part of a

3raduate study program and for self-improvement and certification. The

class composition is not limited to adult basic education teachers. The

classes also include representatives of industry, Army personnel, Headstart

personnel and school principals. Common problems are identified and ideas

are shared.

Jackson State College is privileged in being able to use the facilities

of the Adult Basic Education Curriculum Laboratory of the Jackson City Schools.

This curriculum laboratory is located very near the college campus, and can

be utilized by the adult education staff. Graduate students visit the classes

held in the lab during the day so that they might gain firsthand experiences

in teaching the adult student. In August, one student received a degree and

is planning to do advance graduate work ir adult education.

Training for New and Inexperienced Teachers - An institute was held

July-August, 1970, for new and inexperienced teachers of adult basic educa-

tion. Teachers, who had no training or a very win'llnum of training in working

with the adult students, participated. All areas of the state were repre-

sented by the participants. The teachers involved in the institute were
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exposed to problems that might be encountered in the classroom, and were

made aware of available materials and the content,that is used in the pro-

gram.

Following the institute, teachers were asked to Lmdicate needs they

felt still existed so that further training might be planned. They indi-

cated a need for additional help in acquiring the skills needed for teaching

reading. A vwo -day follow-up workshop was held eight months after the

institute. The participants dlionssed how meaningful the initial training

had been and received additional instruction in the teaching of reading.

Methods were discussed for preparing the new and inexperienced teacher to

instruct adults in a meaningful way.

Relationihips with Cther Agencies and Organizations - The staff has

provided continuing consultative services to the local programs whenever

it is needed. .Teachers who participated in the training institute have

been encouraged to take advantage of the seryiies available to them. The

staff has asristed the participants in problems they have encountered, and

as a result the staff has attempted to adjust the contents of the various

f;ourse offeriAgs.

Contacts have been,made with local programs. Rapport has been established

between the college and local programs and teachers. Assistance has been

offered programs that are funded by means other than the Mississippi State

Department of Education. These programs involve working with the adult

education staff, also.

Mississippi State University

'Me adult basic education activities at Mississippi State University

have centered around three main areas: (1) the development of a graduate
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studies program in adult education, with adult basic education being a major

component, (2) providing training for experienced ABE staff members, and

(3) developing ccmmunication channels and working relationships with other

agencies and organizations which can make positive contributions to the

ABE program.

Graduate Studies Program - Although the graduate studies program includes

education in other areas of adult education, ABE has played a significant

part in the development of the program. Courses have'been offered both on

campus and off campus in order to provide local ABE staff an opportunity

to increase their capabilities in the program, and to enable local teachers

and supervisors to acquire sufficient graduate credit to meet forthcoming

certification standards in adult education in Mississippi.

One of the greatest benefits to the graduate studies program has developed

through the interchange among the instructor and students in the graduate

class. Through this interChange, the instructor has been able to upgrade

some course content as a result of the experiences of the ABE staff members

who have been enrolled in the graduate courses. The success and failures

of local staff in past attempts to implement ideas developed in class have

been most helpful in the development of follow-up efforts to further improve

local programs.

Two former ABE teachers have completed their studies for a master's

degree with a major in adult education. Each has joined the staff of a

compamity college within the state and has been assigned a major responsi-

bilit/ for developing the adult education program within that institution.

In addition, other local ABE program staff meMbers are pursuing the master's
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degree or certificate of specialization (master's plus 30 hours) with a

major in adult education. Through these efforts, it is hoped that quali-

fied individuals will be available for leadership positions in the ABE

program in Mississippi when the opportunity is provided.

Traiterienced ABE Teachers - The staff of the graduate studies

program has provided continuing conZultant services to local ABE programs

whenever they have been needed. Much of this assistance has been in the

areas of program evaluation, testing, placement of students, and recruitment.

In addition, in 1970, a training institUte for experienced ABE teachers

and supervisors was held at Mississippi State University. The participants

were selected, to the extent possible, on the basis of their place of resi-

dence so that each of the four geographic quadrants of the state were repre-

sented. Each of the participants in these groups was then provided education

and training in one specific area of the ABE program--reading, counseling,

a&ministration, etc. This was done in order to assure that there would then

b? individuals within that quadrant qualified to lend aesistance to the local

staff who needed to solve that particular problem. Not only did this provide

trained personnel who were already at the local level of program operation,

it enabled the university and state department staff to "extend" their resources

and expertise to a much wider geographic area within the state.

Relationships with Other Agencies and Organizations - During one of the

off-campus courses, group reports concerning adult education activities were

being presented by students in the class. One group, comprised of staff

of the Cooperative Extension Service, described a relatively new activity

for working with disadvantaged adults entitled "The Nutritinnal Aides Program."
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During the discussionwhich followed, some of the ABE teachers in attendance

expressed a desire to ifalow up with the extension agents on this program.

They believed that the extension aides were in contact with people in need

of adult basic education. Follow-up activities proved they were correct

and in at least one county, the aides began to encourage the participants

in their program to enroll in the ABE program. In sutcessive activities

with both the Cooperative Extension Service and the ABE program staff, the

coordinator of the graduate studies at Mississippi State University has

encouraged each agency to assist the other Wm:lever possible in their mutual

endeavors to provide assistance to the undereducated adult.

In addition, the adult education staff at Mississippi State University

has assisted in the planning of adult basic education programs for the

Mississippi Band of Choctaw Indians. Agencies involved tn this cooperative

effort included the Mississippi State Department of Education, Bureau of

Indian Affairs, Mississippi State University, Choctaw Indian Agency, and

the Mississippi Band of Choctaw Indians.

The University of Southern Mississippi

The University of Southern Mississippi is recognized throughout the

state for its outstanding Reading Center. Staff members of the Reading

Center are cognizant of the need of training teachers in instructing reading

in adult basic educatian classrooms. Plans were made to utilize the staff

of the Reading Center in training adult basic education teachers in the

specialized skills of reading.

The location of the institution places it in a strategic position to

serve the teachers ha the entire southern portion of the state.
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Graduate Studils Program - There is not a degree program offered in

adult education, and plans do not call for development of such a program.

Through graduate courses offered by the Reading Center, teachers nay become

knowledgeable of the reading skills needed by adults in the basic education

classrooms. Teachers nay take these courses for self-improvement or they

may use them for meeting certification requirements iu the future.

The Education Department also offers courses in adult education. These

are general adult education courses, but emphasis is given to adult basic

education because of the interest that has been shown.

Training of Teachers - The Ff.:tiding Center developed a Reading Materials

Resource Center for Adult Basic Education. This resource center will be

maintained and housed in the facilities of the Reading Center and is available

for teachers throughout the state. Materials can be taken to various pro-

grams for demonstration purposes, and the center will be available for teachers

from programs in the area.

A Handbook for Teachers of Reading in Adult Basic Education and a Book

of Readings for Teachers of Reading in Adult Basic Education were produced

by the staff for each teacher in the ABE program.

A student, who formerly worked in adult basic education, has received

a bachelor's degree, and is now enrolled at another university pursuing a

master's degree with a major in adult education:.

An institute was conducted for thirty (30) teachers in June, 1971. All

sections of the state were represented by participants. The participants

were trained in the area of reading for adult'basic education. Some of the

participants were to become umbers of the training teams that were being
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developed at Mississippi State University. All participants vere trained

to develop in-service programs in reading and were prepsred to assist in

local in-service training programs.

Other Services - The staff has assisted various programa in their in-

service training sessions. Personnel has been provided to assist programs

in establishing and improving their reading programs. Demonstrations are

given and evaluations of programs are made.

Fromi working in the field with various programs, the university has

been made aware of the needs of teachers eat can be provided through caapus

courses and off-campus seminars. After visits to local programs, the ser-

vices offered by the Reading Center are brought "in-lime"with the situations

found in the classrooms.

Conclusion - Through the cooperation of.these institutions training

has been made available to the adult education teachers of Missiteippi. The

training received by most of these teachers would have been limited or non-

existent without the services offered by these institutions because it would

not have been available in their locatioft.-

Local programa can ask for assistance from the State Department of

Education, university staff members, or other programs because of the develop-

ment of trained staff members. There are teachers, within each local program,

with some training, who are now capable of offering leadership to the untrained

teachers in their program.

The State Department of Education staff secures assistance from univer-

sity staff members and Local program personnel in comducting workshops and

conferences in the various geographic areas of the state. This alleviates
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the need of having to look to other states to furnish the needed program

personnel for training sessions.

A very valuable service is provided by these institutions in certify-

ing teachers in adult education. Certification will be required in Septem-

ber, 1973, for all full, and part-time teachers in adult education programs.
SP

These requirements can be met through courses and seminars on and off campus.
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The Development And Refinement Of A
Delivery System For Local ABE In-Service Training

In South Carolina

Robert E. Snyder
Assistant Professor of Education

Coordinator, Adult Education Program
University of South Carolina

Nancy Hannett
Reading Specialist

Office of Adult Education
South Carolina State Department of Education

Introduction

During the past two years, greater emphasis has been placed on the

development of all levels of leadership in adult basic education. Efforts

in staff development have been stimulated by funds made available to the

state of South Carolina through a regional ABE grant administered by SREB.

Purpose

While all phases of staff development have been analyzed utilizing

these funds, particular emphasis has been placed on developing the local

capability to provide quality in-service opportunities for local ABE per-

sonnel (teachers and administrators). In this article we will be discussing

an approach to meeting the ever-growing demands for such training. Specifi-

cally, it is our intent to desczibe the historical evolvenent.of the mechanism

to provide staff development activities in South Carolina with special

reference to local in-service training. The original plan for the delivery

system, how and why it was modified, and future directions will all be

included in this brief discussion.
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Historical Evolution

Initial Design

In 1968 plans were conceived to more adequately meet the needs of local

personnel in providing quality ABE instruction. The plans focused on the

use of specially trained teams of teachets/administrators who could serve

as resource personnel within a geographical district of the state. Each

team would be composed of individuals competent in the specialized areas

of ABE--commmmication, computation, and social living skills. Each team

would be on call to provide the special types of training identified by

local ABE program personnel. All or part of the team could be utilized in

in-service activities dependent on the type of request received fram local

programs.

Training for the teacher-trainers was accomplished through two insti-

tutes held in the sumer of 1969. These institutes focused on developing

competency in the knowledge components of each of the sPecializea areas.

Relevant knowledge-for the areas was compiled in a resource book for teacher-

trainers. This resource contained a synopsis of information on the various

topics, recommended techniques for teacher-training, and appropriate resources

for the topical areaS.1 Vair,

Tentative assignments were made for the 90 institute participants into

ten teacher-training teams. Post and follow-up institute evaluations reVealed

that the majority of participants believed additioNraining would be re-

quired before they felt qualified to conduct in-service training. This feeling

nd4ht, in part, be explained by the emphaais placed on the knowledge component

of the various topical areas rather than the practice component of utilizing
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that knowledge in in-service activities. Consequently, only a handful of

participants felt qualified to conduct the training.

First Year Activities

For all practical purposes, only about five teams were active in in-

service endeavors in the 1969-70 year of operation. Many were used in local

training efforts, while most were utilized as resource people for the four

field courses established by the University of South Carolina. The evalua-

tion of the team members' performances was generally favorable. Two factors

militated against the use of the teams (individually and as groups) as trainers.

First, most local coordinators continued to call upon the state ABE staff to

provide "canned" programs of in-service. These coordinators were either

unaware or unwilling to utilize the training teams for in-service activities.

This situation was further complicated by the fact that much of local in-

service training had been accomplished prior to the establishment of an ade-

quate assigmment system for the training teams. Second, administrative

considerations militated against the effective use of the team members. In-

service was often held at times when trainers were not available due to

distance, travel tine or conflicting schedules. Another administrative item

(funding for time spent and travel expenses) was not solidified early enough

in the year.

First Year Evaluation

Thus, the teaching teams enjoyed only limited success during the first

year of operation because of perceived training deficiencies, lack of local

acceptances of the teams as teacher-trainers, and various administrative

complications.
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What was learned from the first year's experiences using teacher-

training teams? Apparently several factors:

1. Experiences in gaining knawledge about specific topical areas by

trainers is insufficient to guarantee quality in-service.

2. Selection of teacher-trainers must.be based not only on their .

ability to comprehend a body of knowledge but their ability or

capability to translate that information into meaningful'in-service

activities.

3. Teacher-trainers must be somewhat familiar with planning techniques

for in-service in addition to implementation techniques for in-

service.

4. Local coordinators must be informed and sold on the utility of

teacher-trainers available.

These factors provided the incentive tn modify the second-year design

for training teacher-trainers.

Second Year Design Modifications

To provide more extensive training experiences for trainers, a second

institute was held at South Carolina State College in the summer of 1970.2

This institute was designed to promote or refine the skills needed by trainers

to assist both in the planning of local in-service activities and in imple-

menting such plans. Participants were screened more closely and selected

on their ability or capability towork with local programs in planning and

presenting in-service activities. Many of the participants had proven them-

selves the previous year as trainers while others alipeared to possess the

necessary 'potential.
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Emphasis in this institute focused on the methodology of planning in-

service in conjunction with local program personnel and in refining presenta-

tion skills through micro-teaching experiences. These problems became the

foci for preparing instructional units by each trainer. The video tape

recorder (VTR) was used extensively to tape the units and provide feedback

to trainers about their instructional behavior. Each teacher presented the

units twice before the camera.

A local coordinator and representatives of his staff were interviewed

to help determine what training needs were most crucial and to establish

priorities for these in-service needs. Teams, representative of all content

groups, reacted to this interview and developed what they thought would be

a comprehensive training program for thin particular ABE program. Thus,

this institute utilized what had been gained fram the previous year's ex-

perience to prepare teacher-trainers in a more c rehensive manner.

During the annual coordinators' conference, the coordinators were in-

formed of the availability of the teams for in-service. They were also

strongly urged to utilize them in planning for the coming year's training

activities. What they were not told is the mechanism for obtaining these

services (a question unresolved by the in-service planning staff at this

time). A tentative mechanism was proposed--local coordinators would make

their requests known to the four area supervisors on the state ABE stiff.

Second Year Activities

Requests for in-service assistance were channeled to the area supervisors

who made tentative selections of teams or team members to provide in-service

activities to local programs. A substantial increased use of trainers was
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noted (but still not to the degree expected). Little preplanning by trainers

with local program coordinators was evident due to administrative problems.

The trainers often could not be freed from their local ABE responsibilities

to assist the local program in planning. Time and distance precluded this

preplanning in many cases. In other.situations, local coordinators perceived

the trainers as implementors, not planners (a recurring problem from the

first year). In other cases, local coordinator preferred the time-tested

method of bringing in state staff to handle the in-service training.

One other development requires consideration. The untimely illness of

the college instructor in adult education required the extensive use of

trainers as resource persons in three graduate adult education courses. The

evaluation of the trainers' efforts by the participants was highly favorable.

Thus a potentially difficult situation was alleviated by the timely and

effective use of existing training resource personnel.

Second Year Evaluation

1. While local in-service and extension/campus course involvement

increased during the second year, the full utilization of trainers has yet

to be achieved.

2. Resistance to using trainers as planning resources still exists

(either overtly or covertly).

3. A modification in the handling of in-service requests was insti-

tuted during the second year. All requests are now channeled to one individual

on the state staff. This individual is personally aware of the qualifications

of each trainer and makes recommendation for appropriate trainers to meet

specific local requests.
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4. The funding arrangements for compensating trainers has proven to

be quite adequate.

5. The use of trainer teams as such has been reduced in favor of indi-

vidual member usage. This has been necessitated by the specificity of most

in-service activities and a lack of comprehensive local evaluation of train-

ing needs.

Future Directions

The selection of trainers is being done on an individual basis with

training being provided through formal course work or expe,-iences gained

from special project work. The trend has been toward quality of selection

rather than quantity. This zrend will continue.

Extensive plans for providing in-service to local coordinators through

a three-day workshop are being finalized. Included in this workshop will

be plans for next year's in-service training needs which are based on the

more current local data. Area supervisors from the state staff will be

available as resource persons to suggest strategies for in-service and pro-

vide information on available resources (including trainers) to assist the

final plans for in-service activities. It is anticipated that this mechanism

will help lawer resistance to requesting planning assistance by qualified

training personnel. Secondly, it is anticipated that the coordinators will

further appreciate the potential value of such trainers for all types of

in-service activities (formal meeting, local center seminars, discussions

of professional literature and formal university/college courses).

The expansion of graduate training in the state LI.auld contribute to

the additional supply of trainers (particularly in the area of planning
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techniques for in-service). A concerted effort is being made to make these

field experiences by graduate students an integral part of their advanced ,

training.

Summary

The planned (and sametimes unplanned) development of teacher-trainers

to effect higher quality in-service training has been briefly discussed.

The description of the procedures and the results can serve as a learning

experience to the readers (as it has been to those involved in the process).

Difficulties in other stmilar state plans can be anticipated :_ldcircumveinted

based on our experiences. Success is evident but not to the degree expected.

Problems in the area of released time for trainers, funding arrangements

after grant funds are withdrawn, need for more qualified trainers, and the

continuing need for coordination and cooperation among all levels of ABE

leadership still exist in varying degrees. Experiences in promoting this

delivery system for local in-service training has become the source of many

learning opportunities for the personnel involved. It is hoped that it will

serve others in the region and nation as a case study for their continuing

professional training.
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NOTES

1
Teacher Training Syllabus. (Columbia: University of South Carolina),

1969 (Unpublished).

2
Allen L. Code and Robert E. Snyder. Adult Basic Education Institute

Report and Evaluation. (Orangeburg, S.C.: South Carolina State College,

1970).
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Supervisory Training In Adult Basic
Education In Tennessee

Donnie Dutton
Director of Adult Education
Memphis State University

Billy Glover
SupAitisor of Adult Education
State Department of Education

One of the major provisions of the Southeastern Regional Adult Basic

Education Project1 is the enhancement of the State Department of Education's

in-service leadership capability. To comply with this provision, as well

as the other components of the project, a Staff Development Committee was

created. 2 One of the many functions of this committee was in the area of

supervisory training. Local ABE supervisors in Tennessee, with few excep-

tions, are parttime adult educators; that is, they perform their role in

adult education on a part-time basis in addition to their normal full-time

occupation. Virtually all of the ABE supervisors were not trained in the

various aspects of adult education at the time of their appointment but

received their education in the traditional aspects of teaching and super-

vising children. As the Staff Development Committee examined the entire

area of ABE supervision further, it became evident that no attempt had ever

been made in Tennessee to assemble all of the local ABE supervisors into

a central meeting place for educational instruction. Therefore, reinforced

by comments from local supervisors, TAPCAE3 and TAEA 4 , the conmittee recom-

mended that the state staff convene such a conference during the 1970-71

fiscal year, and the recommendation was accepted.
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Following this decision a planning committee was appointed consisting

of representatives from the State Department of Education, the universities,

and local ABE personnel. As a result of several meetings, the planning

committee made the following decisions:

1. A,Statewide ABE Supervisors' Conference would be held at Memphis

State University, August 10-12, 1970; participants would be housed

in university facilities.

2. Administration of the conference would be a joint function of MWmphis

State University and the State Department of Education, with primary

responsibility being allocated to Memphis State University.

3. Recruitment would be the responsibility of the State Department

of Education.

4. Financing would be the function of the Tennessee State Department

of Education and the Southern Regional &cation Board, Atlanta,

Georgia.

Based on the needs of the local ABE supervisors a's suggested to the

planning committee, the objectives of l.he conference were for the partici-

pants to acquire an understanding of:

1. The "role" of local supervisors in administering adult basic educa-

tion programs

2. The purpose of the adult basic education program from both federal

and state levels

3. The guidelines and plans, both federal and state, under which local

supervisors have to operate

4. The financial system under which local adult basic eduction pro-

grama must operate
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5. The Southern regional concept of teacher-training as administered

by the Southern Regional Education Board

6. The concept of teacher-training within the State of Tennessee,

both academic and non-academic

7. The concept of curriculum development in adult basic education

8. The results of the Tennessee evaluation of adult basic education

programs conducted recently by Memphis State University.

Once the planning committee had agreed on the overall objectives, the

task of designing learning experiences that would give each participant an

opportunity to achieve the objectives was commenced. The decision was made

to secure speakers competent in the areas implied in the aforementioned

established objectives. The speakers would be given a general outline of

what the planning committee expected them to cover; however; the actual

design of the learning experiences was to be left to the discretion of each

speaker, except that he wras to build in some means for audience interaction.

The decision was made to utilize regional talent since it was felt that HEW

Region IV contained some of the most competent adult educators in the nation.

The central theme of the conference was to revolve around the supervisory

roles of the ABE supervisors relative to administering ABE programs (Objective

One). Dr. Don F. Seaman, Director of Adult Education, Mississippi State

University, was secured for this task. The different roles to which he was

to allude would touch on all the roles *plied in the other objectives that

the planning committee had,established (Objectives Two-Eight). Then, the

remainder of the program would be based on an in-depth analysis of these

roles (in-depth in as far as limited time wyuld allow).
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Instruction on the role of the supervisors regarding their responsi-

bility for interpreting and administering the purpose of ABE programs, federal

and state guidelines, and fiscal matters was assigned to the state department

staff (Objectives Two, Three, and Four). Since there was considerable in-

terest expressed in knowing more about budeting, guidelines, processtng of

forms, and the like, it was felt that the state staff would be the most appro-

priate source for designing these learning experiences, because they were of

direct concern to the state staff due to the necessity for filling out proper

forms and so forth.

Another major role of supervisors for which Seaman was to build a base

was that of providing in-service training and promoting further university

academic study. It seemed imperative to furnish the supervisors with a broad

base of understanding relative to the Southern Regional Education Board's

concept of teacher-training in ABE (Objective Five). Dr. Ed Brawn, ABE Project

Director, Southern Regional Education Board, agreed to perform this task

and elaborate on the different components of the model for ABE staff develop-

ment in HEW Region IV.

Interest had also been expressed in ascertaining the proper perspective

of the State of Tennessee hn this regional concept (Objective Six). The

state staff and university adult educators at the three participating tiniver-

sities (Hemphis State, Tennessee State, and University of Tennessee) were

assigned this task. The state staff WAS to emphasize the procedure whereby

the components stressed by Dr. Brown were being and would be implemented in

Tennessee. The university adult educators were to indicate the role of the

university in local problem-solving and in-service activities, as well as

the nature of their academic programs in the area of adult education.



Another concern of supervisors to which Seaman was to allude was that

of curriculum development in ABE (Objective Seven). Flora Fowler, Graduate

Assistant and ABE Reading Specialist at the University of Tennessee, agreed

to perform this task. Her emphasis was to be on the tmportance of making

the curriculum a functional one; that is, one in which the fundamentals of

basic education would be related to real life problems of ABE students.

The last of the roles toward which the conference would be directed

was evaluation (Objective Eight). Most of the supervisors had participated,

either directly or indirectly, in the statewide ABE evaluation study that

had recently been conducted by Memphis State University.5 Much interest

had been expressed in the outcome of this study; therefore, the evaluation

project director agreed to give a synopsis of the major findings as well as

furnish copies of the entire study.

With much planning fram the committee, a program finally evolved based

on a series of learning experiences designed to accamplish the aforementioned

objectives (see Appendix. In addition to the presentations made by the

speakers, with provisions for audience interaction a part of their design,

small group sessions were scheduled to enhance the learning'process (sel

program in Appendix).

Much discussion and preparation went into the evaluation phase of the

conference. The-conference staff as well as other designated persons were

instructed "to keep an,ear close to the ,ground" regarding any favorable or

unfavorablecomments by the participants, particularly unfavorable ones in

order that immediate adjustments could be made if poisible. In addition,

at the conclusion of the conference, a comprehensive evaluation iustruthent



was administered to the participants. The instrument was designed to gather

demcgraphic data about the participants; their reactions to statements about

the physical facilities, objectives, and the program; their interest in the

topics covered; and their rating of the speakers. They were asked to indi-

cate the strengths and weaknesses of the conference and list topics of concern

for future conferences of this type. The final phase of the evaluation was

the administration of the Kropp-Verner Evaluation Scale.6

Relative to a stamaary of the evaluative items in the questionnaire, it

was found that: 7

1. The mean score of items designed to ascertain the degree of satis-

faction with physical facilities provided was 4.56.

2. The mean score of items designed to ascertain the degree of satis-

faction with objectives of the conference was 4.11.

3. The mean score of items designed to ascertain the degree of satis-

faction with program content and operation was 4.26.

4. The mean score of items designed to ascertain the degree of interest

in the topics covered was 4.19.

5. The mean score of items designed to ascertain the degree fl effective-

ness of the speakers at the conference was 4.15.

6. The overall value of the conference, as measured by the Kropp-Verner

Scale, was 3.28.8

Based on the evaluation results, it was concluded that the conference

was very successful. 'The responses to the evaluative items in the question-

naire were heavily skewed to the positive side. If all of the scores-for all

evaluative items in the questionnAire were combined, the mean score for the
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conference was 4.21 out of a range of one to five, with five being a per-

fect positive score.9

Heavily supporting this conclusion were the results of the singular

item in the questionnaire asking the participants to rate the overall

effectiveness of the conference. The mean score for this item was 4.37 out

of a range of one to five, with five being a perfect positive score.

Another index supporting this conclusion was the written comments of

the participants relative to the strengths of the conference. The strengths

listed most often, in order of frequency mentioned were as follows:

1. Everything was well planned and organized.

2. Program was well coordinated, consultants well prepaied, and the

information was pertinent to our needs.

3. Problems and questions of supervisors were answered, particularly

their roles and how to interpret forms and solve budgeting problems.

Regarding comments as to weaknesses, the only predominant comment was

lack of time.

Relative to topics that need to be covered in future workshops, the

subject listed most often in order of importance were as follows:

1. Curriculum planning

2. Materials selection

3. Extensiqn of topics presented at this conference, particularly

finance, forms, etc.--keep us up-to-date.

Recommendations

Based on the previous experience of this conference for providing

supervisory training, without any indication of order of importance, the

1

writers would offer the following recommendations:
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1. Be sure that a representative planning committee is formed to

provide input into the final product. This means representatives

from the State Department of Education, universities, and local

supervisors. No exact distribution is offered; however, local

supervisory representation should not be a token matter. Make

the total planning committee large if necessary and then delegate

the final detailed work to a smaller subcommittee for efficiency.

2. All people who are to be affected by change (program of education)

like to have some say regarding the process. Therefore, if possible,

the planning committee should be supplemented by designing a simple

survey instrument to be nailed to every supervisor regarding his

desires.relative to the "makeup' of the program. This provides

total involvement and gives the planning committee a sounder base

from which to formulate the final training process.

3. If at all possible, hold the training-session an a college or uni-

versity campus or involve university personnel in the planning and

administering of the training program if it ie to be held elsewhere.

This focuses university attention on the field of adult education

and, hopefully, it will enhance efforts in this direction by insti-

tutions of higher learning. Consequently, the many resources of

universities can be coMbined with those of state and local systems

in the formulation, implementation, and evaluation of an excellent

ABE program.

4. The state department staff must maintain a certain degree of control

over the program due to fiscal matters. 'However, remetber that the
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program is primarily to aid in solving problems of supervisors,

and their input into the planning process should be of utmost

importance. This by no means implies that the only thing covered

in a supervisory training session will be those things mentioned

by supervisors. However, it does imply that this is an excellent

starting point for building a successful training program.

5. Ample small group sessions should be provided for interaction

among the participants relative to topics covered in the program.

However, additional gmall group sessions must be planned simply

for the supervisors to interject problems that have not been in-

corporated in the program design. The problems referred to here

are those that the supervisors want to discuss among themselves,

with the state staff, or with university personnel. No special

effort need be made for "dragging these out"; yet, the opportunity

should exist for the supervisors to vocalize them should they be

so inclined.

6. The importance of adequate faCilities cannot be overemphasized.

The entire atmosphere of the conference was affected positively

because of the excellent facilities that wene available to the par-

ticipants. This, no doubt, placed them in a better frame of mind

as they encountered the learning experiences provided.
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NOTES

1Operated by the Southern Regional Education Board and the State De-

partments of Education in eight states--Alabama, Florida, Georgia, Kentucky,

Mississippi, North Carolina, South Carolina, and Tennessee--and funded by

the U.S. Office of Education.

2 .Tnis Committee is composed of the State Department of Education's

adult education staff (five members), university adult educators (four mem-

bers, including one from Memphis State University, two fraft Tennessee State

University, and one fram the University of Tennessee), and local ABE personnel

(six meMbers representing the geographical regions of the state--west, Middle,

and east).

3Tennessee Association for Public Continuing and Adult Education, an

affiliate of NAPCAE.

4Tennessee Adult Education Association, an affiliate of AEA of USA.

5
This was a comor Nehensive study of the progress of adult basic educa-

tion programs from 1965-69 in Tennessee. It was conduted by the Bureau of

Educational Research and Services, Memphis State University, with the assis-

tance of the Adult Education Departments of Memphis State University and the

Tennessee State Department of Education.

8Russell Kropp and Coolie Verner, "An Attitude Scale Technique for

Evaluating Meetings," Adult Education, Volume VII, No. 4 (Simmer, 1957),

pp. 212-215.

7The mean scores for these items were obtained using one or the other

of the following scales:

5=Strongly agree 5sVery high

4sAgree 4=High
3sUndecided 3sHigh
2=Disagree 2sLow
1sStrongly disagree 1-Very low

8This score was not based on either of the two scales listed under

footnote number seVen. It WAS based an a sCale devised by Kropp and Verner,

whereby the moAt positive score available is 1.13 and the most negative score

possible is 10.89; thus, the lower the score, the better.the rating.
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9The Kropp-Verner Score is not included in this since it works in

reverse order; that is, the closer the score approximates one, the better

the rating.
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